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[bookmark: _Toc122562424]Introduction
The status of the labor market has changed during the pandemic, and the scenario after the pandemic has been different from what it used to be earlier. The data that has been released by ons.gov.uk (2020) can be reflected upon the fact that the UK employment rate for May 2022 to July 2022 for people between the age of 16 to 64 years have been reflected to decline by 0.2% on the quarter. The level is still below the pre-pandemic levels. There have been certain changes in terms of employment as well. The concern of the report would be towards understanding the current status of the labor market as prevailing in the UK. 
Another area that the report has dedicated itself towards understanding how the changes in Human resourcing strategies during the period after COVID have been reflected in the external environment after the implication of Brexit. Thus two sets of concerns in this respect involve the contribution of Brexit and the pandemic at the same time. The pandemic has brought about considerable changes in the labor market, and Brexit has been an existing factor that has been contributing to the changes in the labor market. The paper will reflect upon the implication of Brexit and COVID on the management of Human resources in the concerned market. The pandemic has been a huge source of disruption in the global economy as well as global business along with human resources. This has made the importance of Human resources even more poignant.

[bookmark: _Toc122562425]Status of labor market- Overview
For the past seven years, the performance of the UK labor market has been remarkably strong and thus has been possible due to albeit of the growth in productivity. However, it has been reflected in recent times that there has been a decline or sudden fall to below about 45. This has been the lowest that has been recorded since the mid-1970. Along with that, the employment rate of between 16-64 old reached a historic high of about over 75% (Giupponi and Machin 2022). As per the analysis of the bank of England, it can be reflected that the reach has been noted only has matched the peak of mobilization reflected during World War II, especially during in 1943, and also at the peak during the British imperial pomp during the early 1870s (Mosakova and Kizilova 2021). 
[bookmark: _Toc122562426]Factors Contributing To The Rise in Employment Rates 
The fact that employment in the UK has been reflected in the recent rise, such can be attributed to a large number of factors. First of all, there has been a long terms trends in terms of achieving a higher rate of participation in the workforce. The second factor that has contributed to the fact there is a more recent trend in terms of encouraging individuals to remain in the organization. This is mainly for the individuals whose state pension age has increased from 60 years to 65 years since the year 2011 (Sinani 2022). The third reason behind the unemployment has declined sharply from the post-crisis, which has been at its peak during the year 2012. 
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Figure: UK Employment and Unemployment
Source: OECD
[bookmark: _Toc122562427]Labor market trends 2022
The report by NHS employers org (2022), NHS as the largest employer in the UK, has considered looking at the local market trends. It has been reflected in the fact that most of the workforce came from the local community. There has been a shift in the national as well as the local labor market, which has been reflected to affect the ability of an organization to retain and recruit. In case of any local response in terms of recruitment and retention of the employees, the same requirements are to take into account the opportunities and pressure of the wider labor market, especially for those for which service demands completion for labor from another sector (Rembeza and Radlińska 2021). 
[bookmark: _Toc122562428]Demand for talent and record vacancies
The scenario of vacancies remained above 1.2 million, which is close to the highest in recent times and also above the pre-pandemic trends as per the findings of IES analysis on the ONS vacancy survey and Labour force survey data. As a result of an increase in vacancies, it has been reflected that unemployed workers face more opportunities in terms of positions that match their skills. Experience of the candidature is likely to make the process inclusive and fair and provide the experience of good candidature (Fidrmuc and Tena 2018). 
[bookmark: _Toc122562429]Labour shortage continued due to low unemployment 
As per a recent study, it has been reflected that about 640,000 more people are inactive economically now as opposed to the time before the pandemic began. Since 1974, unemployment has been at its lowest. However, with the growth of the economic inactivity (which has been measured by those who are not looking for work and thereby not available for work) rather, the low unemployment is due to the number of people leaving the workforce more than the ones entering the work. Such an increase in economic inactivity in the UK has been due to the fact few numbers of older people at work and more people out of work. This is primarily due to long-term ill health. Thereby the important focus of UK labor is to support the workers in working longer as well as offering flexibility in terms of attracting and retaining the workforce (Petrongolo and Ronchi 2020).
The increase in economic inactivity has been due to the presence of fewer older people in the workforce. 2/3rd of the overall increase in economic inactivity has been reflected in people among the ones aged 50 and over. It has been reflected in the fact that people tend to be more accessible as well as attractive for those over the age of 50s. Certain recruitment processes remain fair as well as inclusive as well as ensure proactively the age and the workforce that has been aging. This has been reflected in terms of its ability to increase the participation of older people, which would assist in the recovery of the economy and thereby retail the knowledge and skills in the sector which otherwise would have been lost (Oesch and Piccitto 2019). 
[bookmark: _Toc122562430]Young people who lack in education, employment, or training has been on an increase 
The individuals who are at risk are a number of people who have not been in education, employment, and training. There has been insignificant increase in the number of young people who are not in education or employment as well as devoid of training. The data has estimated to be about 711,000 (ONS data, 2022). Young people who had been at the NEET risk have been the group that has been experiencing unemployment throughout their lives as well as poor mental health as well as physical health. The focus of the UK labor market should be dedicated to keeping the practice with youth employment and thereby has dedicated to ways of how to connect with the marginalized as well as disadvantaged people in the community through the pathways that are sustainable and the presence of the same in the UK market has been deemed essential (Hoftijzer and Gortazar 2018).
[bookmark: _Toc122562431]Recruitment from overseas complements the skills that are available within the labor market
The UK-based training is supplemented by training and recruitment as well as training from the local community, something that has remained to be scope for some of the roles in the concerned sectors. The recent vacancy in the UK in terms of training and recruitment has been a supplement to the training and recruitment from the local community. Recruitment from the local community has remained to be an option for many sectors (Dolado et al., 2021).

[bookmark: _Toc122562432]Impact of COVID-19 on HRM management
While a considerable amount of discussion has been carried over in terms of the impact of COVID-19 on working practices and the management of the human resource. Much of the discussion in this regard has been general and thereby offered guidance and observations which seek to define the new normal working and HRM practice. One of the examples of such can be that remote working is likely to be the norm, and thereby the working practice is likely to turn into a more flexible practice (Collings et al., 2021). 
The World Health Organization (WHO) has initially declared COVID-19 as a global pandemic which followed the first case of COVID noted in the December of 2019. The impact of COVID 19 has been reflected in the innovation of the human resource management strategies. The spread of the COVID-19 has been reflected in the development of disruptions in the job market scenario as well as development of uncertainty along with the complexity as well as ambiguity in most of the organizations. People who are considered the primary asset of any of the organization and thereby help the organization achieve the goals. As such in order to manage the human resources sustainably, it is crucial that the organizational strategy is reviewed in order to be reverted in an effective manner (Azizi et al., 2021). 
The COVID-19 pandemic has been reflected to pose a considerable number of adverse consequences, and these have been reflected in the shock on the economic front, changes in the social behaviour, health crisis on a global level and thereby bring about challenges and changes in the social behavior. The strategies that have been devised in order to cater to the changes in the job market that has been inflicted by COVID. This includes the strategies of flexibility along with increasing the internal efficiency of the market (Collings et al, 2021). The strategies should include factors like talent acquisition along with strengthening the internal efficiency, acquisition of the talent, and thereby making innovative changes on the ground of the assessment of the organization. While the organizations have been encountering the COVID 19 crisis, the importance of keeping the operation of the organization on continuance had been at the priority of the organizational operation. “Shaping and keeping job performance in times of COVID-19 pandemic was a challenge for organizations, due to its negative impact on employees, causing their stress or lack of sense of security?” As such the domain of the HRM or the human resource management has experienced a greater requirement or inclination towards shaping the HRM strategies and thereby can be reflected in the ability to enhance the performance in the job during the time of difficulties (Alves et al., 2021). 
[bookmark: _Toc122562433]Human Resource management strategies after Brexit.
On the thirty-first of January 2020, UK finally separated itself from the EU and as per its final withdrawal agreement with the EU in terms of assisting the process of withdrawal transition, EU law continued to be applied as if it were a part of the nation state. While 2020 has been focusing on the pandemic of COVID 19 the transition period has ended on the thirty-first of December. The latest development and the focus being on Brexit has been reflected in terms of its impact on managing and recruiting the people (Ridgway 2019). 

[bookmark: _Toc122562434]Current Status of Brexit
The UK has no longer been a member of the European Union and thereby has been placed in the period of transition where the UK and EU require to negotiate on certain terms in respect to taking the new relationship moving forward. Though the transition period has been reflected to end on 31st December, the UK has been treated in a way that it is a part of the member state. This included its obligations under the EU law, and thereby the jurisdiction continued of the court of Justice of the European Union (Kearney et al., 2022). 
[bookmark: _Toc122562435]EU employment legislations
Most of the employment law in the UK has its basis in EU legislation, and thereby it is suggestive of the fact that the domestic employment law of the UK would not fall below the standards that have been set by the EU. From the first of January 2021, the employment rights are the ones that have been currently guaranteed by the EU law, which would no longer guarantee it. It is thereby up to the UK to either amend or remove any of the employment rights that exist. However, the European Union Withdrawal Agreement act 2020 which longer had the provision that the UK would retain these rights and the current government of the UK has expressed its commitment in terms of voluntarily ensuring that they do (Roumpi 2021). 
[bookmark: _Toc122562436]Labour and skills shortage 
Another impact of Brexit has been reflected in the shortage of labour and shortage of skills. The primary impact of Brexit has been reflected in the resourcing across organisations. Employers who have workers closely have said that the key HR impact has been noted in relation to their access to the labour and talent supply. There has been a higher level of contingent from Europe, which has been affected by Brexit, and this, in turn will be compounded by the increase in price and also through the fluctuations, which has affected the operational costs. Staff are required to be able to practice as well as provide service to the clients in the UK from the January of 2021. In this regard, it has been reflected that a large number of employers have been encouraging as well as supporting their employees through the process of applying for status, which is settled for (Cumming et al., 2021).
[bookmark: _Toc122562437]Conclusion 
In conclusion, it can be stated that the labor market in the UK, in terms of employment rate has experienced a decline. However, there has been an increase in the self-employed and full-time employees which has increased over the last three month period while there has been a decrease in part-time employment. The unemployment rate between May to July 2022 has been noted to decline by a percentage of 0.2. However, a large number of factors have been dominating the labor market of the UK, especially in terms of the participation of women in the market. 

On the other hand it has been found that the labour market in the UK and also the strategies that have been adopted by the firms in order to assist the labourers and the HR practitioners to cope up with the changing labour scenario. Another area of concern in this regard has been reflected in the fact that the shift of the UK from the EU has also brought about considerable changes on the legislative grounds. Lack of legislation in this regard has been reflected in this fact that the industry has been reflected in the fact Brexit along with COVID 19 has affected the ways in which employers have strategized their measures in order to reflect in the nature of the brand. 
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